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Commitment: Study of Higher Education Sector in Northern Cyprus
Dilem Dana
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Eastern Mediterranean University, North Cyprus

Abstract
This study examined the impact of work-to-family conflict (WFC) and family-to-work conflict
(FWC) on two forms of organizational commitment, namely affective commitment and
continuance commitment on full-time academic staff of two universities in Northern Cyprus. Two
main theories have been tested in the current study; one for Organizational commitment and one
for Work-Family Conflict Concept. The organizational commitment has been operationalized by
the Three Component Model by Meyer and Allen (1991) and work-family conflict concept
(WFCC) has been operationalized by the integrative model of Gutek et al. (1991). An addition to
that, social identity theory has been used as an explanation for the current results. 300 random
selected academic employees have been reached from five departments in two universities;
engineering, health, education, art and science and business and economics. Hard-copy
questionnaires have been distributed and in total, 192 of them have been returned with a response
rate of 64%. Results revealed that the two main independent variables, WFC and FWC have some
influence on two forms organizational commitment (affective and continuance) in the Northern
Cypriot context. Gender did not moderate the relationship between WFCC and organizational
commitment. Furthermore, two control variables, age and perceived organizational support (POS)
suggested an additional explanation for organizational commitment. Specifically, age has been
found to have a strong negative influence on continuance commitment and POS has moderate
positive influence on affective commitment for Northern Cypriot context.
Keywords: WFC, FWC, affective commitment, continuance commitment, Northern Cyprus
Recommended Citation: Dana, D. (2022). Examining the impact of work-family conflict on
organizational commitment: Study of higher education sector in Northern Cyprus. In L. Altinay,
O. M. Karatepe, & M. Tuna (Eds.), Advances in managing tourism across continents (Vol. 2, pp.
1–8). USF M3 Publishing. https://www.doi.org/10.5038/9781955833080
Introduction
The most significant value of an organization is human capital, as many authors express
(Bassi&McMurrer, 2007; Nicholson, 2009). In today`s globalized world, competitiveness is
increasing rapidly and this brings a lot of pressure on organizations to stay legitimate and assure
their place in the market. At this point, it is highly crucial for organizations to consider keeping
their employees` performance high. The main argument behind this is that in a lot of cases, the
long-term success and sustainable development of an organization are obtained from the
employees` competencies and performances (Ricketta, 2002). Therefore, anything which can
affect or influence performance should be a matter of issue for organizations. There is a
considerable amount of evidence showing the benefits of having strongly committed workforce
(Meyer & Maltin, 2010; Marchiori & Henkin, 2004). Organizational commitment is seen one of
1
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the most important antecedents of employee`s performance (Robinson, 2003; Meyer & Allen,
1998; Ricketta, 2002) and effectiveness. Meta-analyses demonstrate that committed employees
are less likely to leave (Mathieu & Zajac, 1990; Tett & Meyer, 1993), perform adequately (CooperHakim & Viswesvaran, 2005; Ricketta, 2002) and be good organizational citizens (Meyer et al.,
2002; Ricketta, 2002). Therefore, organizational commitment should be perceived as a business
necessity to retain employees, optimize their performances and eventually enhance the success of
an organization.
Within this high demanding environment, many individuals also have a family life which requires
energy, time and effort. Work-family conflict concept (WFCC) is the topic which came out to
understand individuals` different roles as a member of a work life and a family life. The clashes
occur due to the effort trying to meet the obligations from both roles and domains with a limited
resources (Greenhous & Beutell, 1985). This limitation of time and resources and demands from
both life domains can cause many outcomes; increased stress, performance loss, decreased work
satisfaction and organizational commitment. Frone et al.(1992) underlined that WFCC has a huge
influence on employees` attitudes and behaviors towards their organization. WFCC has been
gaining lots of attention and connected to one of the important reasons affecting employees`
commitment (Frone et al.1992). Soon (2005) claim that managing WFCC is a crucial business
strategy in order to increase organizational commitment and eventually increase general
performance of employees. The main aim of this study is to find the impact of bidirectional workto-family conflict (WFC) and family-to-work conflict (FWC) on the two forms of organizational
commitment; affective commitment and continuance commitment.
Even though organizational commitment has been studied a lot in different settings, very little
research has been done in the higher educational settings (Chughtai & Zafar, 2006). According to
Neumann and Finaly-Neumann (1990), building a strong commitment in universities is crucial.
Universities need committed faculty members who are actively part of research activities, prepare
new tools and materials for teaching, develop their academic schedule and programs, participate
in important academic seminars and build a close relationship with their students. So, the academic
staff has been chosen as a target sample for this study. Furthermore, the study will be conducted
in Northern Cypriot context because there is a gap in the field of understanding the relationship
between WFCC and organizational commitment. Many previous researches in Northern Cyprus
were focused on job satisfaction in the tourism sector (Karatepe & Kilic, 2009). Furthermore, a
study which examined the academic employees`job satisfaction in Cypriot universities found that
academic staff was moderately satisfied with their job and women displayed higher satisfaction
than men (Saner & Eyupoglu, 2011). This single study guided the current study`s path by bringing
up the question of if the satisfaction level is not high among academic staff, how is their
commitment level and how men and women differ in terms of organizational commitment level.
Therefore, this study will also examine the difference between men and women in relation to
WFCC and organizational commitment.
The major value of this study is the contribution on the field on organizational commitment and
provide a further explanation in the Northern Cypriot context. Furthermore, there are selected
personal/background (age, education, tenure, faculty, marital status, the number of children) and
work-related characteristics (job autonomy, role ambiguity, role conflict, perceived organizational
support (POS) and job security) which will be used as control variables. This research will also
contribute an understanding for organizations on how their employees, in this case, academics feel
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about their organization and their opinions about work and family balance. This will help
universities to map and develop certain strategies to deal with WFC/FWC and how they can
enhance their employees` commitment level by providing necessary solutions.
In the next section, Northern Cypriot background, theoretical background of the topic and the
relevant literature will be represented which will lead to paper`s research hypotheses with a model.
This will be followed by the method and results of the empirical study. It will be concluded the
paper with the implications of the results and suggestions for future research.
Literature Review
Antecedents of Organizational Commitment
Organizational commitment is an important concept to define and understand. Therefore, it is
equally crucial and necessary to understand what factors affect organizational commitment. There
are several empirical studies show that there are a lot of factors that influence the employee towards
commitment (Mathieu & Zajac, 1990). Mowday et al. (1982) identified four main categories of
antecedents; personal/background characteristics, structural characteristics, job-related
characteristics and work characteristics. Previous literature mainly focused on
personal/background and work-related characteristics for the explanation of organizational
commitment (Bar-Hayim & Berman, 1992; Meyer & Allen, 1988). Therefore, in the following
paragraphs, only personal/ background and work-related antecedents of organizational
commitment will be discussed. Even though gender is a part of personal characteristics, it will be
discussed separately than other personal/background characteristics as it is the main moderator in
this study.
Organizational Commitment and Work-Family Conflict Concept
Work-to-Family Conflict (WFC) and Organizational Commitment
Allen et al. (2000) pointed out that WFC has been associated with work-related and non-work
related outcomes. Mainly, work domain is the main reason of WFC conflict; therefore, it is not
surprising that negative effect would relate to the source of WFC which is the organization. Thus,
people who are experiencing high WFC are expected to be less emotionally attached to their
organization and even feel that their job is a necessity rather than a choice. Good et al. (1988)
reported a negative relationship between a bidirectional WFC/FWC and affective commitment.
Many studies found a negative relationship between WFC and affective commitment (Lyness &
Thompson, 1997). Studies on WFC and continuance commitment mostly found a positive
relationship (Lyness & Thompson, 1997). Therefore, it is expected that employees who experience
high WFC and remain in their jobs, will perceive commitment as a need, not a desire or attachment
(Casper et al.2002).
Depending on the social and cultural structures, a person can see oneself be highly responsible for
family (collectivism) or be more individualistic and focus on work. If the self-concept is familyfocused where family welfare is crucial, employees feel obligated to stay at work which creates a
strong continuance commitment. Therefore, as Northern Cyprus culture offers more collectivist
perspective where the family is a central element for life and anything else is around family, it is
expected that academics in Cyprus will experience higher continuance and less affective
3
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commitment in the presence of WFC. Taken together, all these represented findings suggest that
WFC will be negatively connected to affective commitment whereas it will be positively related
to continuance commitment.
Family-to-Work Conflict (FWC) and Organizational Commitment
Compared to WFC, FWC literature offers more contradicting results in terms of its relationship
with organizational commitment. Neteyemer et al. (1996) found a negative relationship between
FWC and affective commitment whereas Casper et al. (2002) found no relationship at all. On the
other hand, O`Driscoll et al. (1992) reported a positive relationship between FWC and affective
commitment. The family domain is mostly a cultural aspect and differs from country to country,
context to context. Therefore, it is not surprising to find contradicting findings on this side of
WFCC. According to the social identity theory, people identify themselves based on their group.
So, if the country`s culture gives higher value on family, people are more likely to perceive family
with higher value and invest on family more. Therefore, when family interferes with work, people
put less energy, time and effort on work to create time for family; so, their affective commitment
will be low (Casper et al.2011). On the other hand, when family demands are high, people feel
obligated not to leave the organization; because, if the family income is dependent on them,
without any source of income, they cannot simply quit the job. Therefore, in that case, for these
people, continuance commitment will be higher (Meyer et al.2002).
Methods
Sample
Two universities have been chosen for the current investigation and the target population in this
research was defined as full-time academic lecturers. The first university is the largest public
organization with 2398 employees in Northern Cyprus. It has a large proportion of women
employees (1192 employees). More than a half of this number is from academic personnel (654
women and 506 men). Even though it has been tried to reach as much academic staff as possible,
due to busy schedules of academic staff and inappropriate timing, the response rate could not be
as desired. Therefore, the second university must be involved in this study. The second university
consists of 320 women academic staff and 223 men academic staff.
Data Collection
In both universities, with the help of human resource department of universities, certain
departments have been selected based on the certain features as discussed in the literature review
for organizational commitment among academic staff. So, the departments have been chosen
intentionally whereas the academic staff did not, meaning that the sample of this study was the
departments, not the individuals. These departments were engineering department, health
department, education department, art and science department and business and economics
departments.
Data Source
The participants for this study were made up of random selected 300 academic staff of two these
two universities; 100 from the first university and 200 from the second university. Academic
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employees have been chosen randomly and only the academic employees who had a working day
on that visiting day, have been given the questionnaire. To ensure a high response, appointments
were made to collect the questionnaires. Questionnaires were distributed to academic staff either
directly to them or the faculty secretary. Each department has been visited personally and arranged
a date to collect the questionnaires back. There was no reminder which has been used and that
might be one reason why the all 300 questionnaires could not manage to be collected back. 84 out
of 100 questionnaires have returned in the first university with a response rate of 84% and 106 out
of 200 questionnaires have been collected from the second university with a response rate of 53%.
In total, this study used 192 questionnaires in the analysis with a response rate of 64%. All the data
from two universities have been analyzed together.
Empirical Model
Figure 1. Conceptual Mode of the Relationship Between WFCC and Organizational
Commitment

Hypothesis 1a. There is a negative relationship between WFC and affective commitment.
Hypothesis 1b. There is a positive relationship between WFC and continuance commitment.
Hypothesis 2a. There is a negative relationship between FWC and affective commitment.
Hypothesis 2b. There is a positive relationship between FWC and continuance commitment.
Hypothesis 3. There is a moderating effect of gender on the relationship between organizational
commitment and WFCC.

5
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Findings
Hypotheses Tests
Table 1. Multiple Linear Regressions, Factors Affecting the Affective Commitment
WFC
FWC
Personal
Characteristics
Age
Women
Postgraduate
Tenure
Married
Having Children
Faculty
Working in Same
University
Work-related
Characteristics
Job Autonomy
Role Ambiguity
Role Conflict
POS
Job Security
n = 192

Model 1
-.117
-.311*

Model 2
-.147*
-.323*

Model 3
-.052
-.316*

-.082
-.006
-.006
.047
.118
-.051
-.079
.107

-.130
-.018
-.086
.133
.084
.023
-.041
.042

.145
.004
-.063
.381*
.013

Note. Adj.R²= .12; Adj.R²= .13; Adj.R ²= .32;
Dependent Variable: Affective Commitment; * p < 0.05

Conclusions
The current study did not find any significant effect of WFC on organizational commitment.
Collectivist culture brings some "informal" relationships at work which mean that people who
know each other from their social life might be also working together or sharing the same
organization (Wasti, 2002). Wasti (2002) suggested that in collectivist cultures, most of the workrelated relationships are based on loyalty, trust, and informal communication. This might be
creating some obligated attachment to the organizations and regardless of perceived conflicts, the
commitment will not be affected. Therefore, being committed and attached to an organization
might be a part of the social relationship that people have. This might be the case of current study
where WFC did not affect the organizational commitment. Furthermore, close relationships bring
some benefits for work life. For instance, leaving job earlier to pick up children, or ask extra help
when the workload is high or even take holidays when it`s needed. This flexible working life might
be helping employees to balance their life and this might be the reason why WFC did not affect
their organizational commitment.
The only significant result of the current study was the effect of FWC on organizational
commitment. The moderate effect of FWC was negative for affective commitment and for
continuance commitment, the effect was relatively weak and positive. According to Hassan et al.
(2010), experiencing higher FWC may be explained by having collectivist culture because, in
collectivist cultures, family members are extended by including aunty, uncle and grandmother, and
grandfathers. It means that it is more likely that more family issues and responsibilities may occur
and all these are requiring more time, energy and resources from individuals which is connected
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to experience higher FWC. The negative relationship between FWC and affective commitment
does not change for men and women as there is no big difference between men and women. This
means the effect of FWC on affective commitment does not change for men and women and both
genders perceive the negative effect of FWC on affective commitment similarly.
Another important finding is that the perceived organizational support (POS) suggests an
additional explanation for affective commitment. The one possible explanation on why POS only
explained affective commitment and not the continuance commitment in the current study is that
affective commitment is the most affected dimension of organizational commitment by the work
experiences that a person has (Allen & Meyer, 1990). This finding is important from the
organization`s perspective in Northern Cyprus because this shows that academic employees in
universities consider POS as an important determinant for their affective commitment and by
understanding this, universities can apply certain policies to enhance POS and eventually enhance
the performance of their academic staff.
The final important finding of this study was the significant influence of age on the continuance
commitment. This finding reveals two important aspects of continuance commitment. First one is
that age explains continuance commitment better than FWC, meaning that the older employees
get, their continuance commitment will decrease towards the organization.
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